The aim of this study is to determine the job satisfaction level of Medical Vocational High School teachers and whether it differs according to different variables. The research was organized in accordance with the screening model. The population of the research was composed of vocational course teachers who worked in Medical Vocational High Schools providing training in Istanbul in the 2013-2014 academic year. Sample was composed of 144 vocational course teachers chosen from 12 schools which were determined by the simple random cluster sampling method from within the general population. Personal Information Form developed by the researcher was used to determine the demographic characteristics of the group. Hackman and Oldham Job Satisfaction Scale, which was developed by Hackman and Oldham (1980) and which was adapted to Turkish by Silah (2002) , was used to determine the job satisfaction level of the vocational course teachers at Medical Vocational High School. Job satisfactions of teachers constituting the sample group were observed to be medium-level. This also showed that the job satisfactions of medical vocational course teachers were at instability level. Teachers did not experience the feeling of high or low job satisfaction; they experienced the feeling of a medium level of job satisfaction. No statistically significant difference was observed among the arithmetic averages of the groups by the type of school they worked, gender, age, marital status, seniority and the residence status of teachers' job satisfaction.
Introduction
Happiness a worker feels or emotional satisfaction a worker achieves as a result of personal assessment of his/her business or work life is called as job satisfaction (Akçamete, Kaner and Sucuoğlu, 2001 ). According to another definition, job satisfaction means the worker's happiness which is obtained by pecuniary advantages acquired from working and by a work created by the worker with his/her friends by doing an enjoyable business (Akıncı, 2002) . Job satisfaction is an emotional reaction which is a component of the difference between the worker's demands on the nature of business and the worker's thoughts about the level of providing the acquisition of these in the business environment (Balcı, 2002) . According to Tengilimoğlu (2005) , job satisfaction is "the difference between what employees expect from the business environment and working environment and what they perceive from the business environment and working environment. Meeting the expectations of employees on the one hand increases the job satisfaction, on the other hand means the realization of corporate goals more efficiently."
Job satisfaction is positive affective states. These sensations reflect the feelings of the individual to a particular situation and object. These are positive feelings. When compared the relationship between job satisfaction and personal factors such as rewards, fees, the work itself, supervision and team work, the relationship between job satisfaction and personal factors also revealed the tendency to remain in the organization (Celep, 2000) .
The relationship between satisfaction and motivation is in the form of mutual interaction. The fact that a person has achieved satisfaction means that the environment needed for him/her to be motivated has been prepared. Because an individual with satisfaction is in a quite appropriate condition to change and motivate his/her behavior. Also, a motivated person can taste and enjoy the inner peace a result of all his/her studies. In other words, motivation can provide satisfaction. Furthermore, we shouldn't be surprised by the fact that certain situations and feelings have both effects at the same time (Eroğlu, 1995) .
Job satisfaction is defined as an emotional orientation of worker for the job role that he/she currently has or an emotional reaction to work he/she shows. According to another definition, job satisfaction is a sense of pleasure that a worker achieves as a result of assessing his/her work or occupational life. The more this sense of pleasure that the worker achieved is high, the more job satisfaction that he/she achieved from his/her work will be high. On the other hand, dissatisfaction is a sign indicating that the employee is not satisfied with the reward policy or organizational development level of the organization. It is noted that the worker's feelings of deprivation or insufficient reward and motivation policy will create dissatisfaction and will strengthen the tendencies to change business organization. As a result, it is seen that commitment is obviously different from the job satisfaction. In this context, organizational commitment is the belief in the organization, and job satisfaction is a response to certain business tasks and experiences (Balay, 2000) . An employee, who loves his/her institution and stays in the organization for a long time, knows the organizational objectives well and continues to work according to corporate culture.
When analyzed the social and cultural environment in which the individual lives, it is understood that he/she is affected by many feelings and value judgments. When considered from this perspective, fields providing satisfaction are too many to count (Çalışkan, 2005) . In education, management function is important. Managers must determine common goals together with their employees to achieve the determined targets. By preparing positive conditions, they appreciate the works and development, efforts made and development. They resolve the problems they faced in a flexible management approach by facing them and stating clearly what they want. They care about the communication climate in order to be successful in influencing people and communicating with them. They take a step toward excellence in management with a trust and warm relations mutually created, care about the value of quality to provide superior service and ideally carry out the management of the plans through which they can realize the service models to be able to follow (Çağlayan, 2002) .
While it was believed that high job satisfaction caused higher productivity in the past, however then, researches showed that this assumption was not true. Satisfied employees can be engaged in production at high, medium or low level. Satisfaction-productivity relationship is a complex relationship which is affected by the rewards received by the worker, and many other variables. Some correlations were found between success and job satisfaction. However, they are small and insignificant. Also, there is a problem about whether job satisfaction leads to success or whether success leads to job satisfaction (Tikici et al, 1998: 51) . People's desires and needs may be different. Therefore, each teacher wants to attract special attention proprietarily. A management of high quality would be achieved by the prearrangement of the changes to be made and the ideas to be implemented, by making the necessary changes with a participatory approach and by including the knowledge and skills of all employees (Çağlayan, 2002) .
Another concept, which is closely related with satisfaction and the product of satisfaction, is morale. Morale is an attitude which makes the worker willing to work for the purposes of the organization and which ensures him/her keep working. Although it is a product of satisfaction, there are two aspects that separate morale from satisfaction (Başaran, 1982) : "While satisfaction is for the past and current situation, morale is mainly for the future. Satisfaction is based on an individual feeling and the individual's own self-respect, however, morale is based on being together, getting involved in the group and obtaining common purpose within the organization."
Job satisfaction is correlated with labour turnover. Workers with lower job satisfaction are likely to look for other jobs by leaving their jobs. This is also true for absenteeism. If job satisfaction is low, then the possibilities of workers' absenteeism or late arrival to work will increase (Günbayı, 2000) . Job satisfaction will increase the time spent at work. In this case, individuals providing job satisfaction will make greater contributions to the organization.
Being unable to be satisfied with the work is the decrease in the pleasure of individual he/she obtains from work, and the discomfort on individual caused by this situation. A wide variety worker issues are tried to be explained by job dissatisfaction (Özdayı, 1990) . While job satisfaction has positive results on the worker and organization, likewise, job dissatisfaction has also negative results on these. As a result of the dissatisfaction of workers, negative consequences occur for the organization such as absenteeism, arriving late for work, quitting the job, not obeying the rules of discipline, occupational accidents, alienation and going on strike if they are member to a trade union.
Many factors may have effects on job satisfaction. These factors can be categorized as environmental (the work itself and the working environment), psychological (personality, behavior, attitude) and demographic (age, gender) factors (Crossman and Haris, 2006) .
In the study of Gergin (2006) aimed at determining the general job satisfaction levels of teachers working in official public primary schools and the factors affecting these job satisfaction levels; teachers' perceptions about the job and its nature, the level of job, working conditions, inspection, wages, management, promotion opportunities, interpersonal relationships and school environment and the dimensions of school-family relationships were analyzed according to variables of branch, length of service, education, gender, marital status. When the results were analyzed in general, it was seen that the dimension that teachers achieved the job satisfaction at the highest level was the "job and its nature" according to the perceptions of teachers participated in the research. However, 'inspection, wages and school-family relationships' were the dimensions in which the job satisfaction perception was the lowest. In dimensions of "the level of job and management", the job satisfaction level perceived by teachers can be considered as high. Also, teachers who participated in the research found the dimensions of "working conditions, promotion opportunities, interpersonal relationships and school environment' sufficient at medium level.
In the literature, many variables thought to have effects on satisfaction in the teaching profession are encountered. Variables such as wages, promotion and development opportunities, the structure of the school in which they work, the atmosphere of the class in which they carry on education and training activities, the duration they spend in the profession, student behaviors, genders, colleagues, social needs and teachers' level of education are included in the studies.
A healthy person uses and develops his/her capacity by working and producing something and achieves pleasure and satisfaction from this. Therefore, we see that also the people who do not need money to live acquire a profession and work, and that some people prefer a profession that brings little income to a profession that can provide more income. Therefore, profession is seen as the way of using the capacity and self-realization beyond earning money (Kuzgun, 2000) . The fact that teaching has a labor-intensive characteristic requires teachers to achieve satisfaction from their profession in some sense. Because a teacher who achieves satisfaction from his/her profession will be in a continuous development in order to be helpful towards his/her school, himself/herself, class and the students in the class. It is greatly possible that teachers can cope with the difficulties and obstacles that they will face in the profession by achieving professional satisfaction. As a result of the data obtained from 1134 teachers in the doctorate study of Özdayı (1990) in which the teachers' job satisfaction and stress were compared, it was observed that the factors affecting the job satisfaction levels of teachers working in public and private high schools were similar, that the job satisfaction levels of teachers working in public high schools were lower compared to teachers working in private high schools, and that the job stresses of teachers working in public high schools were higher.
If all members of the school are able to act together to improve the institution of which they are member, then that culture is a powerful culture. It can be said that strong organizational culture has many benefits. For example, it gives the common identity and sense of belonging to the members of the organization, ensures cohesion and integration, ensures productivity and effectiveness, gives meaning to working life, facilitates the solution of organizational problems and the realization of the organization's mission becomes easier (Celep, 2000) . It can be said that if a behavior to be shown to be the learner ends up with a satisfaction that will meet the needs of the person, frequency of performing the behavior increases. This is also possible through having the capabilities required by the professional activities. Therefore, it can be said that there is a relationship between the level of capability and job satisfaction, arising from the success. Job satisfaction is not a simple function of the level of job and the individual's level of capability. On the contrary, job satisfaction emerges as a situation dependent on the interaction between the necessities of the position and the skills of the person like general satisfaction (Kuzgun, 2000) .
Administrators should know that people are different from each other. One of two teachers is not the same as the others; they differ from each other in terms of behavior. It may not always be possible to distinguish these differences among people. Therefore, an administrator should have accumulation of knowledge for the recognition of human, observation and evaluation, and all administrators should be a little psychologist; these determinations should be benefited in the expansion of school, in training students and in achieving the objectives of the program. When an administrator recognizes the people he/she works with well and increases his/her ability to appreciate, then he/she will recognize that it will not be much easier to give authority to the employees and to increase the efficiency of the school (Çağlayan, 2002) . The solution of these problems or minimizing the adverse effects is concealed in the establishment of effective communication and organizational commitment.
Previous research on the subject includes Taşdan and Tiryaki (2008) , Yılmaz (2012) , Buluç and Demir (2015) , Şahin (2013) , Sarpkaya (2000) , Bozkurt and Bozkurt (2008) , Can and Dalaman (2010) , Akın and Koçak (2007) . They investigated the subject on the following topics: comparison of the job satisfaction levels of private and public elementary school teachers, job satisfaction levels of primary school teachers, relationship between the self-efficacy perceptions and job satisfactions of primary and secondary school teachers, job satisfaction levels of official primary school teachers, job satisfaction of teachers working in high schools, internal factors affecting the job satisfaction in education sector, relationship between job satisfaction levels of classroom teachers and the monthly income status, salary and the adequateness of tools and equipments, relationship between the classroom management skills and job satisfaction levels of teachers. The significance of the present study is that it will contribute to the previous literature by examining the job satisfaction levels of Medical Vocational High School teachers.
The aim of this study is to determine the job satisfaction levels of Medical Vocational High School teachers and whether teachers' job satisfactions differ according to the variables of type of school in which they work, gender, age, marital status and the statuses of seniority and residence.
Method

Model of the Research
The aim of this study is to determine the job satisfaction level of Medical Vocational High School teachers and whether it differs according to different variables. Research was organized in accordance with the screening model. Karasar (2002) defines screening models as research approaches aiming to describe a situation which is in the past or is currently existing as is.
Population and Sample
The population of the research was composed of vocational course teachers who worked in Medical Vocational High Schools providing training in Istanbul in 2013-2014 academic year.
Sample was composed of 144 vocational course teachers chosen from 12 schools which were determined by the simple random cluster sampling method from within this general population.
Data Collection Tools
Personal Information Form developed by the researcher was used to determine the demographic characteristics of the group. Hackman and Oldham Job Satisfaction Scale, which was developed by Hackman and Oldham (1980) and which was adapted to Turkish by Silah (2002) , was used to determine the job satisfaction level of the vocational course teachers at Medical Vocational High School.
The scale which was prepared by Hackman and Oldham (1980) in order to reveal the assessments of people about their job, was composed of 14 items and arranged according to Likert technique (Akt: Izgar, 2003) . The reliability and validity study was carried out by Hackman and Oldham (1980) through test-retest method; and the point average was observed to be 34,27 in the first application, and the point average was observed to be 34,71 in the first application. The fact that the average points of two applications were too close was evaluated as an indicator of the reliability of the scale (Akt: Güler, 1990 ).
Analysis of Data
Arithmetic average and standard deviation values were used in order to determine the job satisfaction levels of vocational course teachers at Medical Vocational High School. The state of whether the job satisfaction levels of teachers differed according to variables such as the type of school where they worked, gender and marital status was analyzed by Mann Whitney U Test; the state of whether it differed according to the variables of age and residence was analyzed by Kruskall Wallis H test; the state of whether it differed according to the variable of seniority was analyzed by ANOVA test.
Results
Comparison of Teachers' Job Satisfaction Levels and Socio-demographic Variables
Analysis results of the job satisfaction levels of vocational course teachers at medical vocational high schools in terms of the demographic variables of school type, gender, age, marital status and the statuses of service and residence where there is enough distribution are shown below. As it is seen in Table 1 , it was observed that the arithmetic average of teachers' job satisfaction scale total points was =46,33, standard deviation was ss=9,03, the lowest point received was 20 and the highest point received was 67. When taking this value obtained into consideration, it was seen that teachers' job satisfaction was at medium-level. This also means that the job satisfactions of those with whom the questionnaire was carried out were at instability level.
Teachers' Job Satisfaction Levels According to Type of School They Work x
Teachers' job satisfaction levels according to type of school they work are given in table 2. When analyzed Table 2 , no statistically significant difference was observed between the arithmetic averages of the groups as a result of the Mann Whitney-U test which was carried out to determine whether teachers' job satisfactions showed a significant difference according to the type of school they worked (p>.05).
Teachers' Job Satisfaction Levels According to Gender
Teachers' job satisfaction levels according to gender are given in Table 3 . When analyzed Table 3 , no statistically significant difference was observed between the arithmetic averages of the groups as a result of the Mann Whitney-U test which was carried out to determine whether teachers' job satisfactions showed a significant difference according to gender (p>.05).
Teachers' Job Satisfaction Levels According to Age
Teachers' job satisfaction levels according to age are given in Table 4 . When analyzed Table 4 , no statistically significant difference was observed between the arithmetic averages of the groups as a result of the Kruskal Wallis-H test which was carried out to determine whether teachers' job satisfactions showed a significant difference according to age (p>.05).
Teachers' Job Satisfaction Levels According to Marital Status
Teachers' job satisfaction levels according to marital status are given in Table 5 . 
Teachers' Job Satisfaction Levels According to Seniority Status
Teachers' job satisfaction levels according to seniority status are given in Table 6 . When analyzed Table 6 , no statistically significant difference was observed between the arithmetic averages of the groups as a result of one-way analysis of variance (ANOVA) which was carried out to determine whether teachers' job satisfactions showed a significant difference according to seniority status (p>.05).
Teachers' Job Satisfaction Levels According to Residence Status
Teachers' job satisfaction levels according to residence are given in Table 7 . When analyzed Table 7 , no statistically significant difference was observed between the arithmetic averages of the groups as a result of the Kruskal Wallis-H test which was carried out to determine whether teachers' job satisfactions showed a significant difference according to residences (p>.05).
Discussion, Conclusion and Recommendations
The following conclusions are achieved in accordance with the data obtained in this study carried out to determine the job satisfaction levels of Medical Vocational High School teachers and to whether these differed according to different variables:
It was observed that the job satisfactions of teachers constituting the sample group were at medium level. This also showed that the job satisfactions of medical vocational course teachers were at instability level. Teachers did not experience the feeling of high or low job satisfaction; they experienced the feeling of a medium level of job satisfaction. Without doubt the level of job satisfaction of theachers depends on many factors and it is very likely that these factors have varying weights on different teachers.
As a result of the research, no statistically significant difference was observed between the arithmetic averages of the groups and the job satisfactions of teachers according to the type of school they worked, no statistically significant difference was observed between the arithmetic averages of the groups and the job satisfactions of teachers according to gender, no statistically significant difference was observed between the arithmetic averages of the groups and the job satisfactions of teachers according to age, no statistically significant difference was observed between the arithmetic averages of the groups and the job satisfactions of teachers according to marital status and no statistically significant difference was observed between the arithmetic averages of the groups and the job satisfactions of teachers according to seniority.
In the present study it is is observed that the job satisfactions of teachers constituting the sample group were at medium level. The result of the researches carried out by Altınkurt and Yılmaz (2014); Yılmaz (2012) ; Günbayı and Tokel (2012) ; Buluç and Demir (2015) supported this finding.
According to results obtained from the research carried out by Altınkurt and Yılmaz (2014) , teachers had medium level job satisfaction.
According to the result of the research carried out by Yılmaz (2012) , job satisfaction levels of primary school teachers were at medium level.
As a result of the research carried out by Günbayı and Tokel (2012) , teachers' job satisfactions were observed to be at "medium" level in factors of "Student and teacher qualifications" and "working conditions" according to the teachers' job satisfaction averages.
As a result of the research titled "Relationship between the Self-Efficacy Perceptions and Job Satisfactions of Primary and Secondary School Teachers" which was carried out by Buluç and Demir (2015) , the general average of teachers' opinions for job satisfaction scale was at "medium" level.
The results of other studies carried out in this field which were different from our research are mentioned below:
The study titled "Job Satisfaction Levels of Teachers" carried out by Şahin (2013) was performed on 343 teachers working in official primary schools within the boundaries of Konak district of Izmir Province. As a result of the research, the general job satisfactions of teachers were observed to be at "partially satisfied" level.
As a result of the study titled "Job Satisfaction of Teachers Working in High Schools: Sample of Manisa Province" carried out by Sarpkaya (2000) , teachers' job satisfactions were observed to be low.
In a research carried out by Şahin (1999) , the general job satisfaction levels of teachers were observed to be at partial level.
As a result of the research carried out by Can, Can and Dalaman (2010) , the job satisfaction levels of classroom teachers varied between normal and high job satisfaction, and there was no Classroom Teacher in low job satisfaction.
The aim of the research carried out by Taşdan and Tiryaki (2008) was to compare the job satisfaction levels of private and public elementary school teachers. Job satisfaction levels of private primary school teachers were observed to be high in the whole scale and in its sub-dimensions.
In the study carried out by Akın and Koçak (2007) , a low level of significant relationship in the positive direction was observed between the classroom management skills and job satisfaction levels of teachers.
As a result of the research, no statistically significant difference was observed between the arithmetic averages of the groups and the job satisfactions of teachers according to the type of school they worked.
In the literature, it was seen that researches carried out on this topic gave different results. In his study in which the job satisfaction of teachers working in public and private schools were compared, Genç (2006) observed that the external job satisfaction levels of teachers working in private schools were higher than teachers working in public schools although there was not a significant difference between the internal satisfaction points of teachers working in public and private schools.
Sönmezer and Eryaman (2008) examined whether there was a significant difference between the job satisfaction of teachers working in public and private educational institutions. As a result, it was observed that there was a significant difference between the job satisfactions of teachers working in private educational institutions and the job satisfactions of teachers working in public schools in favor of those who worked in private educational institutions.
As a result of the research, no statistically significant difference was observed between the arithmetic averages of the groups and the job satisfactions of teachers according to gender.
The result of the researches carried out by Taşdan and Tiryaki (2008) ; Koç et al (2009); Yılmaz (2012) ; Ertürk and Keçecioğlu (2012); Kılıç (2011) supported this finding.
According to the result of the research carried out by Tunacan and Çetin (2009) , female teacher's satisfaction that she achieved from professional reputation was higher compared to male teacher.
As a result of the research carried out by Yüksel and Yüksel (2014) , it was observed that the job satisfaction point averages of male teachers were higher than the point averages of female teachers.
As a result of the research, no statistically significant difference was observed between the arithmetic averages of the groups and the job satisfactions of teachers according to age.
The result of the researches carried out by Karaköse and Kocabaş (2006) As a result of the research, no statistically significant difference was observed between the arithmetic averages of the groups and the job satisfactions of teachers according to marital status.
The result of the researches carried out by Koç et al (2009); Sarpkaya (2000) ; Ertürk and Keçecioğlu (2012) ; Kılıç (2011); Şahin and Dursun (2009) supported this finding.
As a result of the research, no statistically significant difference was observed between the arithmetic averages of the groups and the job satisfactions of teachers according to seniority.
The result of the researches carried out by Taşdan and Tiryaki (2008) ; Sarpkaya (2000) ; Yılmaz (2012) ; Şahin and Dursun (2009) supported this finding.
As a result of the research, no statistically significant difference was observed between the arithmetic averages of the groups and the job satisfactions of teachers according to residence status.
The following recommendations are made in accordance with the findings obtained as a result of the research.
It should be ensured that teachers choose the profession willing fully, and their level of efficiency and job satisfaction should be increased.
It may be recommended that necessary measures should be taken to improve the social and economic conditions by increasing the status of teaching profession in the society. The measures should be taken by Ministry of Education, Provincial and District Directorate of National Education and administrators in order to increase the teachers' job satisfactions. Improvements can be made on issues such as the existing rights of teachers etc. in accordance with the suggestions of teachers by carrying out employee satisfaction questionnaire etc. In this case, it is possible to increase the teachers' job satisfaction.
This study involves the vocational course teachers working in medical vocational high schools in Istanbul. Similar studies can be carried out with a larger sample group (in the manner that will involve teachers working in different provinces and other branch teachers).
The relationship between motivational resources and job satisfaction can be investigated in new studies to be carried out on this topic.
